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Abstract 
This paper aims to study the interdependence between human capital and organizational performance in universities. The 
compatibility between person and organization is encompassed in a research aimed to analyze the element of human capital in an 
organization, respectively the training and competences, expertise and experience and creativity and innovation. Considering the 
fact that universities are more and more interested in attracting and maintaining the most adequate personnel, able to obtain 
performances, the compatibility person-organization remains an open road in the researchers’ attention, since the individuals who 
want to join an organization will choose those organizations that are a match for them and have a compatible organizational 
culture. Success in a higher education organization depends on people’s capacity of adapting themselves to the rapid rhythm of 
change and of assimilating the modern strategies. The paper demonstrates that the most important change in higher education and 
especially in higher education organizations is the human one: the change in people’s attitudes, values, beliefs and feelings. 
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1. Introduction 
Today, higher education is going through profound changes. A new education law has been adopted, which also 
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involves great organizational changes.  
The organizations in education, and especially the higher education ones, go through modernization and 
hierarchic leveling processes, which has led to a higher degree of interdependence for the members of the 
organization and to their more significant participation in the decisional acts. 
We have considered it necessary to approach this topic because in the literature there has been little 
preoccupation for the motivation of the higher education personnel and for the measures that should be taken in 
order to obtain performance in this domain. 
The compatibility between person and organization is a judgement on how well a person matches an 
organization. In the context in which universities are interested more and more in attracting and maintaining the 
most adequate personnel, able to obtain performances, the compatibility person-organization remains an open road 
in the researchers’ attention, since the individuals who want to join an organization will choose those organizations 
that are a match for them and have a compatible organizational culture.  
In 2002, E.A. Locke showed that values motivate the action and implicitly the performance of the individuals in 
the organization. The same author mentions in his study that the individuals whose values related to work match 
those of their work environment are more motivated than those for whom this match is less evident. The individuals 
whose values are a good match to the organizational values will have more success and will reach performance. The 
organizational climate influences the individuals that are part of the organization. The employees who remain in the 
organization will show more favorable attitudes towards work, such as: work satisfaction, commitment to the 
organization and little bent for leaving the organization. 
Universities need to select people matching the organization’s positions and values.  
The personality dimensions significantly contribute to explaining and predicting the organizational performance.  
People capable of performance are sure of themselves, have leadership abilities, are goal-oriented and have 
efficient work habits. 
2. Research goals 
The general objective is the interdependence between the human capital in higher education and organizational 
performance in Romanian universities and the compatibility between the employee and organization as a mediator 
in the process of work motivation. 
We start from the theory of goal elaboration conceived by Locke in 1968, based on the assumption according to 
which the human behavior is teleological. In order to attain performance in higher education it is necessary to 
identify the factors that determine quality. 
The aim of this research is to provide a new direction of analysis and investigation for the universities of 
Romania regarding the human capital as key element of the organizational performance. 
The present research had both main and specific objectives, as presented below: 
The main objectives pursued in this section of the paper are mostly scientific, namely we tried to highlight the 
following: 
x the role of the intellectual capital as a key element of the organizational performance; 
x the most important characteristics of the intellectual capital meant to facilitate the creation of the institutional 
framework for the administration and qualified management of the intellectual capital in conditions of  
specific transformation of the society and economy based on knowledge.  
The specific objectives of this study are:  
x empirical testing of the relationship existing between  the intellectual capital               (including the 
relationship between its components - human capital, structural capital, relational capital)  and organizational 
performance in Romanian universities;  
x comparative analysis of the results obtained by similar studies carried out throughout the world as shown in 
the literature;   
x becoming aware of and focusing the attention of scientific researchers, politicians and of the main decision 
makers on the role of the intellectual capital in socio-economic development  and in the promotion of a good 
image related to the great importance of the investment in the educational field.  
Formulation of the hypothesis. The hypothesis is: the human capital is positively influenced by innovation and 
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creative activity; learning and education; experience and expertise. 
 
3. Defining the population 
The portrait of the respondents in this research is common but at the same time strictly determined. The 
interviewees are members of the faculties of the Romanian public and private universities, from all the educational 
fields, male and female, between 20 and 65 years old.  
The study’s accuracy and truthfulness were ensured by the subject, content and form of questionnaire filled both 
in electronic and paper format; thereby we can allege that the persons that took part in this study are very interested 
in this subject, are mature, very active and have a high level of awareness regarding the subject proposed by the 
study.  
In the research took part 285 subjects, out of which 172 that filled in the questionnaire online, the rest of 113 
filled it on paper. The entries were automatically registered and centralized using the eSurveysPro database. 
- Therefore, from the 181 questionnaires accessed online were validated 172, and from the 150 paper 
questionnaires issued, 113 were complete; consequently there are 285 interviewees in the research. 
4. Questionnaire establishment and classification of the variables to be used 
The questions in the questionnaire are drawn up in a clear mode, easily understood by any person and having no 
uncertainty or ambiguity. Most of the questions in the questionnaire are closed questions, thus not giving any 
possibility of personal interpretation with multiple or binary answers and there are also open questions that request 
personal answers.  
The questions in the questionnaire have followed a logical sequence being filled in by every interviewee. 
5. Methodology design 
As a major valid research instrument we used a questionnaire in order to complete a survey on a determined 
number of organizations from Romania. The proposed research model assumes that there is a directly proportional 
correlation between the intellectual capital and the organizational business performance, as shown in the literature 
(Stewart, 1997) - Fig. 1. 
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Fig. 1.  Research model of the intellectual capital 
6. Processing, analysis and interpretation of the questionnaire 
Next, there will be analyzed and interpreted the established items used in determination of the interdependence of 
the intellectual capital with the organizational performance. According to the questionnaire “The intellectual capital” 
was divided into three sections:  
x Section I  Human capital in the organization  
x Section II Structural capital in the organization  
x Section III Relationship capital in the organization.  
     In the final part of the questionnaire there are the respondents’ identification factors.  
The first section contained characteristics referring to the components of “The human capital in the 
organization”, as follows:  
x Professional training and skills  
x Experience and expertise  
x Creativeness and innovation. 
Each characteristic took into account more independent and resulting items (productivity, profitability and market 
value of the organization) - Table 1. 
Table 1. Characteristic ”Professional training and skills” 
No ITEMS 
Frequency 
1 –not 
at all 
2- 
to a small 
extent 
3– 
so and 
so 
4- 
to a great 
extent 
5- entirely 
1.  Do the employees benefit by teaching and training programs? 14 54 62 107 48 
2.  Do you believe that usually the employees share their knowledge? 6 31 90 114 44 
3.  Do you consider that the employees’ qualification and skills 4 13 74 146 48 
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are highly efficient? 
4.  
Do you believe that cooperation among the employees within 
the department leads to the increasing of the university’s 
performance? 
1 8 23 99 154 
5.  Do you consider that the training and skills level of the employees directly affects the educational productivity? 1 5 13 115 151 
6.  Do you consider that the employees’ training and skills level 
affects the university’s profitability? 1 3 25 132 124 
7.  Do you believe that employees’ training and skills level affects the market value of the organization? 6 16 46 130 87 
We have 7 items pertaining to the characteristic “Training and skills”, out of which the first 4 are cause variables, 
and the next 3 are result variables. Analyzing the distribution of the interviewees according to the scalar level of 
assessments one can observe that there is a normal distribution (Gaussian distribution) with significant weighting of 
assessments on high attributes (Table 2). 
The graph representation shows that at item “Do you believe that the cooperation among the employees within 
the department leads to the increasing of the university’s performance?” around 90% of the interviewees 
considered that, to a great extent, or even entirely, cooperation represents generally the essential aspect that 
influences the performance of the organization. 
Determining the central tendency indicators of the items, it may be observed that their level falls within the 
interval 3.424 (minimum level for item – “Do the employees benefit by teaching and training programs?”) -4.439 
(maximum level for item  - „Do you consider that training and skills level of the employees directly affects the 
productivity?”).  
Considering the variation, we have a homogeneous series, in all the cases the coefficient of variation being 
situated below 35%. Therefore, we can assert that medium levels are representative for the series and the general 
perception concerning the studied items is unanimous.  
Table 2. The central tendency and the variation indicators concerning items „Training and skills” 
No. Items 
Central tendency and variation indicators  
Average* Modulus** Standard deviation*** 
Variation 
coefficient%**** 
1.  Do the employees benefit by teaching and training programs? 3.424 to a great extent 1.12 32.71 
2.  Do you believe that usually the employees share their knowledge? 3.558 to a great extent 0.948 26.65 
3.  Do you consider that the employees’ qualification and skills are highly efficient? 3.775 to a great extent 0.829 21.95 
4.  
Do you believe that cooperation among the employees 
within the department leads to the increasing of 
university’s performance? 
4.393 entirely 0.781 17.78 
5.  Do you consider that training and skills level of the employees directly affects the educational productivity? 4.439 
entirely 
 
0.696 15.68 
6.  Do you consider that employees’ training and skills 
level affects university’s profitability? 4.316 to a great extent 0.705 16.33 
7.  Do you believe that employees’ training and skills level 
affects the market value of the organization (stock 
3.968 to a great extent 0.938 23.64 
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value)? 
* Simple arithmetic mean computed by AVERAGE function – Excel. 
** Modulus (dominant) - Mo - is the repeated value/variant that is most repeated  - MODE function - Excel. 
*** Mean square deviation or standard deviation )(V or type deviation is computed as a mean square value of 
deviations from the arithmetic mean of all the variants of the series. 
**** Variation coefficient (v) is computed as a proportion between the mean square deviation and the mean 
(average) level of  the series: 100 
x
v xV  
From the point of view of the modulus levels we have items where the interviewees fully agree with the 
affirmation that cooperation is the main factor of performance and they also consider that the employees’ training 
and skills level directly affect the productivity.   
Excepting the item “Do you believe that usually the employees share their knowledge?” all the other items’ 
parameters have positive values.  
It is well known that generally in our country there are some barriers concerning the knowledge exchange 
amongst the employees. 
 The linear pattern used is valid according to Test F because the computed level (F = 6.4239713) is superior to 
the one in the Table 3 with a significance level of  5%.  
Taking into account that the determination coefficient is the same (  2r 0.08405702) it results that the link 
between the analyzed items is very moderate, the size of the constant term compared to the independent parameters 
of the items certifies this.   
 
Table 3. Experience and expertise 
 ITEMS 
Frequency 
1 2 3 4 5 
1.  Do you believe that the employees have a high professional and expertise level in their specific fields? 3 21 89 129 43 
2.  Do the employees get actively involved in fulfilling the organization’s objectives? 1 26 93 112 53 
3.  Do you believe that long term expertise and experience have a contribution to the 
increasing of the activity’s efficiency?  0 5 22 150 108 
4.  Do you believe that the employees’ experience and expertise directly influence the productivity? 2 3 34 141 105 
5.  Do you consider that the employees’ experience and expertise directly influence the profitability?  3 5 43 146 88 
6.  Do you consider that the employees’ experience and expertise influence the market value? 8 14 51 133 79 
Note: In which:  1-not at all; 2- to a small extent; 3 – so and so; 4 – to a great extent; 5- entirely 
Table 4. The central tendency and the variation indicators concerning items “Experience and expertise” 
No. Items 
Central tendency and variation indicators  
Average Modulus Standard deviation 
Variation 
coefficient % 
1.  Do you believe that the employees have a high professional and expertise level in their specific fields? 3.66 4 0.858 23.455 
2.  Do the employees get actively involved in fulfilling organization’s 3.667 4 0.893 24.358 
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objectives? 
3.  Do you believe that long term expertise and experience have a 
contribution to the increasing of activity’s efficiency? 4.267 4 0.675 15.813 
4.  Do you believe that employees’ experience and expertise directly influence the productivity? 4.207 4 0.742 17.630 
5.  Do you consider that employees’ experience and expertise directly influence the profitability?  4.091 4 0.785 19.188 
6.  Do you consider that employees’ experience and expertise influence the market value? 3.916 4 0.948 24.203 
Hierarchically, we can state that “Experience and expertise” depend on the long term expertise and experience which contribute to an 
increased efficiency of the activity, on the high level of professionalism and expertise in the domain and on the employees’ active involvement in 
attainting the organizational goals. 
 
Table 5. Summary of the interviewees’ responses by the items “Creativeness and innovation”  
Creativeness and innovation  
 ITEMS Frequency 
1 2 3 4 5 
1.  The employees are encouraged to act in an innovative and creative way.  16 52 83 78 56 
2.  The employees are stimulated to share new ideas with their colleagues. 16 55 73 84 57 
3.  The employees have the possibility of expressing opinions and ideas referring to the 
development of their activity.  
13 36 73 105 58 
4.  Does the employees’ ability of acting in an innovative and creative way directly affect 
productivity?  
8 22 56 141 58 
5.  Does the employees’ ability of acting in an innovative and creative way enhance 
profitability? 
3 16 55 149 62 
6.  Does the employees’ ability of acting in an innovative and creative way increase the market 
value (stock value)?   
9 20 72 126 58 
Note: In which:  1-not at all; 2- to a small extent; 3 – so and so; 4 – to a great extent; 5- entirely 
Table 6. The central tendency and the variation indicators concerning the items “Creativeness and innovation” 
No. Items 
Central tendency and variation indicators 
Average Modulus Standard deviation 
Variation 
coefficient % 
1.  The employees are encouraged to act in an innovative and creative way.  3.372 3 1.153 34.180 
2.  The employees are stimulated to share new ideas with their colleagues. 3.389 4 1.166 34.414 
3.  The employees have the possibility of expressing opinions and ideas referring to the development of their activity. 3.558 4 1.086 30.531 
4.  Does the employees’ ability of acting in an innovative and creative way directly affect productivity?  3.768 4 0.953 25.283 
5.  Does the employees’ ability of acting in an innovative and creative way enhance profitability? 3.881 4 0.846 21.798 
6.  Does the employees’ ability of acting in an innovative and creative way increase the market value (stock value)?   3.716 4 0.970 26.096 
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The graph representation shows that at the resulting item “Does the employees’ ability of acting in an innovative 
and creative way enhance profitability?” near 75% of the interviewees considered that generally the employees’ 
ability in activity represents a major aspect in the organizational performance. 
Creativeness and innovation of an organization is positively influenced by the fact that the employees have the 
possibility of expressing opinions and ideas referring to the development of the activity and that they are encouraged 
to share new ideas with their colleagues, and also is negatively influenced by the fact that the employees are not 
encouraged to act creatively. 
It also can be seen in the previous statistical processing that the interviewees’ opinion is that creativeness and 
innovation are not encouraged, this fact being an obstacle in the development of organization’s human capital. It is 
therefore appreciated the fact that the interviewees understand the importance of creativeness and innovation in the 
training of the human capital. 
Conclusions  
We consider that the most important element that determines the superiority of a university is the human 
resource. Also, universities that are oriented with priority towards research and innovation activities will be in a 
position of differently defining their norms than the universities focused on educational or vocational activities.  
This research is meant to offer a new direction of analysis and investigation for the Romanian universities, 
human capital being seen in these conditions as a key element of the organizational performance. Also, this paper 
can be a starting point for future developing of the studies and analysis dedicated to a consequent implementation of 
the specific approach concerning the human capital in Romania. We consider that research can have an essential role 
in understanding and applying a possible methodology of human capital evaluation in the high performance 
organizations from Romania that are interested in gaining and maintaining a competitive sustainable advantage in 
the wider context of a society based on knowledge and information, giving them the real chance of being 
competitive on a national and international level.  
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